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CHAPTER I 
INTRODUCTION 
The right of each individual to equal employment oppor¬ 
tunity is established and protected by law. Public Law 
88-352, Title VII of the Civil Rights Act of 1964, was amended 
by the Equal Employment Opportunity Act of 1972 to prohibit 
discrimination on the basis of race, color, creed, religion, 
sex, or national origin by public employers.^ Equal employ¬ 
ment opportunity is required specifically in hiring, firing, 
promotion, compensation, and other terms, conditions, or 
. 2 pnviledges of employment. Additionally, public employers, 
the so-called servants of the people, have a moral responsi- 
3 
bility to provide employment opportunities on an equal basis. 
The Affirmative Action Plan for the City of East Point 
went into effect on December 15, 1975. Through the plan the 
Mayor and City Council committed the municipal government to 
a policy of non-discrimination "practiced in every area of the 
^Equal Employment Opportunity Commission, State and Local 
Government Information (EEO-4) Instruction Booklet. EEOC Form 
164, State and Local Government Reporting Committee, April 1977, 
p. 1. 
2 
Atlanta Regional Commission, Personnel Management Guide: 
A Handbook for Local Government (Atlanta: Atlanta Regional 
Commission, 1977), pp. 77-80. 
^Ibid., p. 88. 
1 
2 
employer-employee relationship", with the director of person- 
4 
nel made responsible for compliance. An "Affirmative Action 
Statement" set forth the goals of the plan, which were (1) 
the elimination of deliberate acts of discrimination in em¬ 
ployment opportunities; (2) the explanation of the concept 
of equal employment opportunity to department heads and key 
supervisory personnel; (3) the reduction of unintentional 
discrimination; (4) the identification of "positive steps" to 
eliminate both the practice of discrimination and its linger¬ 
ing effects; and (5) the communication of the provisions of 
C 
the plan to City employees. 
The affirmative action plan was drafted by the secretary 
to the part-time director of personnel. Federal equal employ¬ 
ment opportunity literature and affirmative action plans 
, -. ./v-,, vÿ A i tv.;-/i J _ 
adopted by other municipalities were used to develop the plan 
for the City of East Point. This plan covered recruitment, 
hiring, promotion, compensation, firing, training, and griev¬ 
ance and complaint procedures, but had three important omis¬ 
sions. First, the plan lacked a monitoring and reporting sys¬ 
tem for a continuing work force analysis. An analysis of the 
workforce is necessary to identify areas requiring corrective 
g 
actions and to evaluate the effectiveness of the plan itself. 
^East Point, Georgia, "Affirmative Action Plan for Equal 
Opportunity," (1975), p. 1. 
5 
Ibid., p. 2. 
6 
Atlanta Regional Commission, Personnel Management Guide, 
pp. 86-87. 
3 
Second, the plan did not provide for a periodic revision of 
goals. Setting goals on a yearly basis would have promoted 
flexibility and review with regard to changing needs and the 
methods used to meet them. Third, the plan did not identify 
specific target areas or time-tables for correcting deficien¬ 
cies in the positions and pay of black employees. The plan 
neither advocated nor required any proportionate distribution 
of black employees throughout all departments, job categories, 
and salary ranges. 
Toward the end of the 1977-1978 fiscal year a work 
force analysis was made to evaluate the employment policies 
and practices of the City of East Point and the impact that 
these policies have upon the recruitment and hiring of blacks 
within the municipal government. The analysis included deter- 
... ’■ „ .» 
mination of (1) the number of blacks presently employed within 
the City work force, the job categories in which they were 
employed, the positions held, and the salaries earned; (2) 
the nature and impact of City recruitment and hiring efforts; 
(3) the availability of blacks for employment; and (4) the re¬ 
quisites for corrective personnel action. 
The importance of and need for corrective personnel 
action was strongly suggested by the following developments: 
1) A class action charge against the City alledg¬ 
ing racial discrimination in employment prac¬ 
tices was filed with the federal Equal Employ¬ 
ment Opportunity Commission (EEOC) by a black 
4 
7 
employee in July of 1972. 
2) A second charge against the City was 
filed with EEOC on June 17, 1975, by the 
same employee alledging harrassment for 
8 
his having filed the first charge. 
3) The Equal Employment Opportunity Com¬ 
mission determined on February 1, 1977 
that the City was not in compliance with 
a 1976 conciliation agreement between the 
City, the complaining employee, and EEOC 
due to deficiencies in the hiring and pro¬ 
moting of blacks into positions other than 
9 
and above the position of laborer. 
4) On May 15, 1977, the city manager repri¬ 
manded by memorandum the part-time personnel 
director for failure to effectively enforce 
the equal employment provisions contained in 
the affirmative action plan for the City."*-0 
7 
J. Lewis Sapp to Kenneth J. Vanderslice, "McClendon v. 
City of East Point EEOC Charge No. TAT3-0023, 22 September 
1975," Conciliation Agreement File, City of East Point Person¬ 
nel Office, East Point, Georgia. 
8 Jim D. Moss to Veronica A. Seabrook, 25 August 1975, 
Conciliation Agreement File, City of East Point Personnel 
Office, East Point, Georgia. 
9 
Willie D. Gaither to Jim Moss, 1 February 1977, Concilia¬ 
tion Agreement File, City of East Point Personnel Office, East 
Point, Georgia. 
^City Manager to Jim Moss, "Memorandum on the letter to 
Mr. Gaither and EEOC dated February 11th, 17 February 1977," 
Conciliation Agreement File, City of East Point Personnel Office, 
East Point, Georgia. 
5 
5) On August 15, 1977, EEOC again deter¬ 
mined that the City was not in compliance 
with the 1976 conciliation agreement, with 
the case (EEOC Charge No. TAT3-0023) re¬ 
ferred to the Justice Department for possi¬ 
ble legal action.11 
These developments, along with information presented 
through the tables and text of this paper, indicate that the 
problems the City has experienced with regard to equal employ¬ 
ment opportunity are serious, continuing, and possibly escalat¬ 
ing. 
Most of the information needed to make an assessment of 
employment opportunities for blacks with the City of East 
Point was taken from selected personnel records. These person¬ 
nel records were used to obtain a base of data relating to the 
race, position, department, grade, step, and date hired for 
each City employee. (A copy of a personnel action sheet is 
contained in Appendix A.) Tables were compiled from the base 
data, using simple arithmetic computations, to show the posi¬ 
tions and pay of black employees relative to the positions and 
pay of white employees. A current salary schedule was used 
to convert grade and steps into annual salaries. (A copy of 
the salary schedule is contained in Appendix B.) Generally, 
however, the gathering of the base information was in the 
manner of preparations for making a State and Local Government 
■^Veronica Seabrook to Ken Vanderslice, 15 August 1977, 
Conciliation Agreement File, City of East Point Personnel 
Office, East Point, Georgia. 
6 
Information (EEO-4) Report. 
The filing of an annual EEO-4 Report with the Equal Em¬ 
ployment Opportunity Commission is mandated by federal law 
for all political jurisdictions employing one hundred or more 
12 
persons. Information required for this personnel inventory 
provides a convenient base of data for a detailed assessment 
of employment opportunities available to a given work force. 
However, the EEO-4 Report does not by itself constitute an 
analysis. The base data gathered for the EEO-4 Report must be 
analyzed to permit an objective and informed determination of 
both the need for and effectiveness of personnel actions de¬ 
signed to promote equal employment opportunity. The prepara¬ 
tion of this paper was coordinated with the City of East 
Point Personnel Office to assure compatibility with the forth¬ 
coming 1977 EEO-4 Report which must be filed with EEOC no later 
than September 30, 1978. 
12 . . 
Equal Employment Opportunity Commission, Instruction 
Booklet, p. 1. 
CHAPTER II 
ANALYSIS OF THE DATA AND THE FINDINGS 
Availability of Blacks 
East Point is the largest suburban municipality in the 
Atlanta metropolitan area. The Atlanta Regional Commission 
estimates the 1977 population of the City to be 39,359 in- 
13 
habitants. Blacks number 9,604 and comprise 23 percent of 
. 14 the municipal population. During the past eight years the 
number of black residents has nearly tripled from the 1970 
15 Census reported population of 3,405 blacks. 
The Current Work Force 
As of June 23, 1978, the work force for the City of 
East Point consisted of 459 employees working within 15 de¬ 
partmental units. Four departments employ no blacks at pre¬ 
sent. Three hundred and twenty-nine employees are white and 
130 employees are black. There are 10.28 white employees 
per thousand white residents, and 1.35 black employees per 
1 3 Atlanta Regional Commission, 1977 Population and 
Housing (Atlanta: Atlanta Regional Commission, 1977) , p. 12. 
14Ibid., pp. 28-29. 
15 U. S. Department of Commerce, Bureau of the Census, 
United States Census of Population; 1970, Final Report PC 
(D-C12 Georgia, General Social* and Economic Characteristics 




thousand black residents. Altogether there are 11.7 City em¬ 
ployees per thousand East Point residents. Blacks comprise 
28 percent of the City work force. 
Figure 1 shows the percentage of black employees within 
each department and office. An organizational chart for the City 
of East Point is shown as well. The percentage of blacks 
employed within the Sanitation, Parks and Recreation, Water, 
Community Development, Public Works and Buildings and Grounds 
Departments is each greater than the percentage of blacks 
within the population of the City. The percentage of blacks 
employed within the Garage, Electric, Fire, Administrative 
Services, and Police Departments is less than the percentage 
of black residents. The remaining four departments are with¬ 
out any black employees. The Mayor and City Council are 
elected officials, and presently employ no staff. 
Fig. 1 The percentage of black employees within each department and office 




SOURCE: City of East Point Personnel Records, 1978. 
10 
The above percentages provide limited and possibly de¬ 
ceptive information. For example: the Sanitation Depart¬ 
ment employs a larger percentage of blacks than does any other 
department. Tables will later show, however, that every one 
of these blacks is employed in the lowest job category. As 
a general rule the higher the percentage of blacks employed 
within a department, the more likely they are to be employed 
in positions of low pay and authority. Conversely, the lower 
the percentage of blacks employed within a department, the 
more likely they are to be employed in positions of low to 
moderate salary and authority. 
For more specific information it is necessary to examine 
the positions and pay of black employees. 
Table 1 shows the distribution of black employees by 
departments and job categories. Although 28 percent of all 
City employees are black, these blacks are not distributed 
throughout the work force proportionate to their representa¬ 
tion in the population of the city. Most black employees 
work within only a few departments and job categories. The 
employment of blacks in the Service/Maintenance job category 
is traditional, as is the less likely employment of blacks 
in the Officials/Administrators, Professionals, Technicians, 
and Protective Services job categories.^ (Definition of 
terms is contained in Appendix C.) 
1B 
Atlanta Regional Commission, Personnel Management 
Guide, p. 83. 
TABLE 1 
JOB CATEGORIES IN DESCENDING ORDER BY DEPARTMENT, BY RACIAL GROUP 





City Manager Officials/Administrators 1 0 2 0 
Office/Clerical 1 0 
Personnel Officials/Administrators 1 0 2 0 
Office/Clerical 1 0 
Inspection Officials/Administrators 1 0 4 0 
Technicians 2 0 
Office/Clerical 1 0 
Community 
Development Officials/Administrators 1 0 5 2 
Professionals 1 1 
Technicians 2 1 
Office/Clerical 1 0 
Communications Officials/Administrators 2 0 13 0 
Technicians 10 0 
Office/Clerical 1 0 
Garage Officials/Administrators 1 0 12 3 
Office/Clerical 1 0 
Skilled Crafts 10 0 
Service/Maintenance 0 3 
TABLE 1-Continued 



























































Sanitation Officials/Administrators 1 0 5 46 
Skilled Crafts 2 0 
Service/Maintenance 2 46 
Water Officials/Administrators 1 0 15 14 
Technicians 9 0 
Office/Clerical 1 0 
Skilled Crafts 3 2 
Service/Maintenance 1 12 
Electric Officials/Administrators 1 0 21 2 
, Technicians 16 1 
Office/Clerical 2 0 
Skilled Crafts 2 1 
Police Officials/Administrators 2 0 114 18 
Professionals 11 1 
Technicians 19 2 
Protective Services 78 14 
Office/Clerical 3 0 
Service/Maintenance 1 1 
Fire Officials/Administrators 1 0 86 8 
Professionals 23 0 
Technicians 19 1 
Protective Services 42 7 
Office/Clerical 1 0 
SOURCE: City of East Point Personnel Records, 1978. 
14 
The Sanitation Ve.parvtme.nt employs 35 percent of all blacks 
on the City work force. All 46 of these blacks serve in the 
Service/Maintenance job category. Ninety percent of all 
Sanitation Department employees are black. 
The Vubtie. WorikA VzpaAtment employs 15 percent of all blacks 
on the City work force. Sixteen of these 22 blacks serve in 
the Service/Maintenance job category; five serve in the 
Skilled Crafts job category; and one serves in the Technicians 
job category. Seventy-six percent of all Public Works Depart- 
ment employees are black. 
The VoLLae. Vepantmznt employs 14 percent of all blacks on 
the City work force. One of these 18 blacks serves in the 
Service/Maintenance job category; fourteen serve in the Pro¬ 
tective Services job category; two serve in the Technicians 
job category; and one serves in the Professionals job category. 
Thirteen percent of all Police Department employees are black. 
The MateA Ve.paAtme.nt employs 11 percent of all blacks on 
the City work force. Twelve of these 14 blacks serve in the 
Service/Maintenance job category and two serve in the Skilled 
Crafts job category. Forty-eight percent of all Water Depart¬ 
ment employees are black. 
The Ttne. VepaAtment employs 6 percent of all blacks on 
the City work force. Seven of these eight blacks serve in 
the Protective Services job category and one serves in the 
Technicians job category. Nine' percent of all Fire Depart¬ 
ment employees are black. 
15 
The BuiZdingA and Grounds Ve.paAtme.nt employs 5 percent of 
all blacks on the City work force. All six of these blacks 
serve in the Service/Maintenance job category. Fifty-four 
percent of all Buildings and Grounds employees are black. 
The PaAkA and PecAeation VepaAtment employs 4 percent of all 
blacks on the City work force. Two of these five blacks 
serve in the Service/Maintenance job category and three serve 
in the Paraprofessionals job category. Thirty-one percent 
of all Parks and Recreation employees are black. 
The AdminiAtAative SeAvieeA VepaAtment employs 3 percent of 
all blacks on the City work force. Two of these four blacks 
serve in the Service/Maintenance job category and two serve 
in the Office/Clerical job category. Thirteen percent of 
all Administrative Services Department employees are black. 
The GaAage VepaAtment employs 2 percent of all blacks on 
the City work force. All three of these blacks serve in the 
Service/Maintenance job category. Twenty percent of all 
Garage Department employees are black. 
The EZeetAic VepaAtment employs 1 percent of all blacks 
on the City work force. One of these two blacks serves in 
the Skilled Crafts job category and one serves in the Tech¬ 
nicians job category. Nine percent of all Electric Depart¬ 
ment employees are black. 
The Community VeveZopment VepaAtment employs 1 percent of 
all blacks on the City work force. One of these two blacks 
serves in the Technicians job category and one serves in the 
16 
Professionals job category. Twenty-nine percent of all Com¬ 
munity Development Department employees are black. 
The City Manager.'-6 0^-cce, Personnel 0HIC.IL, Inspection Depart¬ 
ment, and Communications Department employ no blacks at present. 
Table 2 shows the numbers and percentages by racial 
group of employees serving in each job category. Although 
6 percent of all whites employed on the City work force serve 
in the Officials/Administrators job category, no blacks are 
employed within this job category. Twelve percent of all 
whites employed on the City work force serve in the Profes¬ 
sionals job category versus only 2 percent of all black em¬ 
ployees. A clustering of both white and black employees oc¬ 
curs in the Technicians and Protective Services job categories, 
although greater proportions of whites serve in these job 
categories than do blacks. The percentages of white and 
black employees within both the Paraprofessionals and Skilled 
Crafts job categories are the same. Only in the Service/ 
Maintenance job category do more blacks serve than whites. 
The proportion of black employees serving in the Service/ 
Maintenance job category is nearly triple the proportion of 
blacks in the population of the City. 
17 
TABLE 2 





White Black Total 
Officials/Administrators 19 0 6 0 19 
Professionals 39 2 12 2 41 
Technicians 80 6 24 5 86 
Protective Services 120 21 36 16 141 
Paraprofessionals 5 3 2 2 8 
Office/Clerical 29 2 9 2 31 
Skilled Crafts 21 8 6 6 29 
Service/Maintenance 16 88 5 68 104 
SOURCE: City of East Point Personnel Records, 1978. 
Percentages may not total due to rounding. 
Measured against the 23 percent population figure for 
black residents, blacks are under-utilized in the Officials/ 
Administrators, Professionals, Technicians, Protective Ser¬ 
vices, Paraprofessionals, Office/Clerical, and Skilled Crafts 
job categories. Only in the Protective Services job cate¬ 
gory does the percentage of blacks employed therein remotely 
approach the percentage of blacks in the population of the 
City. 
Table 3 shows the date and category of employment for 
all blacks presently employed with the City. From this 
18 
information the trend of hiring black employees within the 
indicated job categories and fiscal years may be noted. The 
table does not show, however, the date and category of em¬ 
ployment for blacks formerly employed with the City. 
TABLE 3 
DATES HIRED FOR CURRENT BLACK EMPLOYEES BY 




















Professionals 1 0 0 0 0 0 1 0 0 
Technicians 4 0 0 1 0 0 0 0 1 
Protective Services 1 0 0 1 2 2 2 2 12 
Paraprofessionals 2 0 0 0 0 0 0 0 0 
Office/Clerical 0 0 0 0 0 0 0 0 2 
Skilled Crafts 7 0 1 0 0 0 0 0 0 
Service/Maintenance 43 8 2 7 12 3 1 5 7 
SOURCE: City of East Point Personnel Records, 1978 
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The Protective Services job category, noted previously 
for remotely approaching a proportionate employment of blacks, 
hired 22 blacks, or 18 percent of the current number of blacks 
employed with the City, on a fairly modest and consistent 
basis, excepting a marked increase in the hiring of blacks 
during the 1977-1978 fiscal year. The only two blacks cur¬ 
rently employed with the City in the Office/Clerical job cate¬ 
gory were also hired during the 1977-1978 fiscal year. Only 
within the Service/Maintenance job category, however, were 
one or more current black employees hired for each of the 
indicated fiscal years. 
Salary Analysis 
Table 4 shows the mean salary in each job category for 
each racial group throughout the City work force. For pur¬ 
poses of manageability, information is presented for mean 
salaries, as opposed to individual salaries, although the 
individual salary is shown where only one employee occupied 
a job category within a particular department. Altogether 
there are 62 instances in which job categories are occupied 
by either white or black employees throughout the work force. 
There are 19 instances in which both black and white employees 
occupy the same job category within the same department. 
TABLE 4 
THE MEAN SALARY IN EACH JOB CATEGORY 
BY RACIAL GROUP, BY DEPARTMENT 
Department Job Category 
Mean Salary 
White Black 
City Manager Officials/Administrators 30,000 
Office/Clerical 11,897 — 
Personnel Officials/Administrators 14,722 — 
Office/Clerical 9,856 — 
Inspection Officials/Administrators 18,776 — 
Technicians 13,706 - 
Office/Clerical 13,706 — 
Community Development Officials/Administrators 15,446 - 
Professionals 11,897 13,709 
Technicians 12,524 11,342 
Office/Clerical 7,770 — 
Communications Officials/Administrators 17,885 — 
Technicians 10,502 - 
Office/Clerical 7,408 — 
Garage Officials/Administrators 18,776 — 
Office/Clerical 9,362 - 




Department Job Category White Black 
Parks & Recreation Officials/Administrators 16,568 
Professionals 11,342 - 
Paraprofessionals 9,697 10,810 
Office/Clerical 9,362 - 
Service/Maintenance 7,408 9,362 
Buildings & Grounds Officials/Administrators 17,885 - 
Office/Clerical 10,810 - 
Skilled Crafts 14,360 - 
Service/Maintenance 8,928 8,216 
Administrative 
Services Officials/Administrators 14,772 - 
Professionals 12,719 - 
Technicians 12,186 - 
Office/Clerical 8,168 7,408 
Skilled Crafts 8,530 - 
Service/Maintenance 8,014 8,168 
Public Works Officials/Administrators 19,718 - 
Professionals 15,084 - 
Technicians 9,36 2 11,897 
Office/Clerical 8,132 - 
Skilled Crafts 11,342 10,416 
Service/Maintenance 9,856 8,398 
TABLE 4-Continued 





Sanitation Officials/Administrators 17,885 
Skilled Crafts 11,342 - 
Service/Maintenance 9,609 8,618 
Water Officials/Administrators 17,885 — 
Technicians 11,796 - 
Office/Clerical 9,362 - 
Skilled Crafts 11,953 10,825 
• Service/Maintenance 12,476 8,614 
Electric Officials/Administrators 16,219 — 
Technicians 15,125 9,856 
Office/Clerical 10,086 - 
Police Officials/Administrators 18,375 — 
Professionals 15,806 15,806 
Technicians 13,706 13,706 
Protective Services 8,615 7,769 
Office/Clerical 8,831 - 
Fire Officials/Administrators 18,776 — 
Professionals 15,378 - 
Technicians 13,214 13,079 
Protective Services 11,091 10,367 
Office/Clerical 9,362 
SOURCE: City of East Point Personnel Records, 1978 
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Comparison of the mean salaries earned by black and 
white employees occupying the same job category within the 
same department shows that there are twelve instances in 
which whites earn higher mean salaries than do blacks; there 
are five instances in which blacks earn higher mean salaries 
than do whites; there are two instances, both within the Pro¬ 
tective Services job category, in which whites and blacks 
earn the same mean salary. Generally, the mean salary of 
black employees will appear higher than the mean salary of 
white employees working within the same department and job 
category when either the black employees have greater seniori¬ 
ty in the position than do the white employees or comparison 
is made of the mean salary of a single black employee with the 
mean salary of two or more white employees. 
Table 5 shows the mean salary in each job category, 
across department lines, for each racial group. Such a re¬ 
finement of the information shown by the preceding table 
makes possible a direct comparison of the mean salaries of 
all black and white employees in each job category. When 
job categories are compared across department lines, whites 
earn higher mean salaries than do blacks working within the 
same job category. The highest mean salary earned by whites 
is higher in all job categories than the highest mean salary 
earned by blacks, and the lowest mean salary earned by blacks 
is lower than the lowest mean salary earned by whites. The 
mean salaries earned by white employees exceeds the mean 
salaries earned by black employees working within the same 
25 
job category as follows: Professionals, $1,000; Technicians, 
$100; Protective Services, $1,700; Office/Clerical, $1,000; 
Skilled Crafts, $400; and $2,200 in Service/Maintenance. 
TABLE 5 
THE MEAN SALARY IN EACH JOB CATEGORY 




Officials/Administrators 17.8 - 
Professionals 15.4 14.4 
Technicians 12.3 12.2 
Protective Services 9.4 7.7 
Office/Clerical 8.2 7.2 
Skilled Crafts 10.8 10.4 
Service/Maintenance 8.8 6.6 
SOURCE: City of East Point Personnel Records, 1978. 
Annual salary (in thousands 000) 
Table 6 shows the numbers and percentages of all white 
and black employees within the salary ranges applicable to 
the City of East Point. This arrangement of information was 
made to offset the limitation of there only being a few in¬ 
stances in which both black and white employees occupy the 
same job category within the same department. The table also 
serves to compensate for possible distortions in the computa¬ 
tion of mean salaries. 
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TABLE 6 
SALARY RANGES ACROSS 
DEPARTMENT LINES 
Salary Range 
Number Pe] rcent 
White Black White Black 
20.0 - 31.9 1 0 
a 
0 
18.0 - 19.9 6 0 2 0 
16.0 - 17.9 11 0 3 0 
14.0 - 15.9 40 1 12 1 
12.0 - 13.9 92 8 28 6 
10.0 - 11.9 88 17 27 13 
8.0 - 9.9 48 85 15 65 
0.1 - 7.9 43 19 13 15 
SOURCE: City of East Point Personnel Records, 1978. 
aLess than one-half of one percent. 
Annual salary (in thousands 000). 
No blacks are represented in the three top salary ranges 
for the City. The fourth highest salary range, with one per¬ 
cent of the black employees represented, has an upper limit 
$4,100 less than the lower limit of the highest salary range 
with white representation. Fifty-five percent of the white 
employees are clustered in the expanded 10.0 to 13.9 thousand 
dollar salary range, while only nineteen percent of the black 
employees are so clustered. Conversely, sixty-five percent 
of the black employees are clustered in a single range of 
27 
8.0 to 9.9 thousand dollars. Generally, as one progresses 
downward through the salary ranges, the lower the range the 
greater the number of blacks falling within it. The lone 
exception is the lowest salary range, owing in part to the 
presence of twenty white and four black school crossing 
guards, all of whom are employed on a part-time basis. 
City Employment Policies 
The City of East Point has incorporated a standard 
equal employment opportunity policy statement into the person¬ 
nel rules and regulations. The policy statement seeks to 
"promote" equal employment opportunity for all persons. 
The City also has an affirmative action plan, as was discussed 
on pages one and two of this paper. 
The 1976 conciliation agreement between the City, the 
black employee who charged racial discrimination, and the 
Equal Employment Opportunity Commission contains seventeen 
provisions, some of which augmented or superceded the employ¬ 
ment policies of the City. Without admitting any violation 
of equal employment opportunity legislation, the City agreed 
to (1) refrain from discrimination in employment practices; 
(2) monetarily compensate the black employee for having failed 
to promote him; (3) employ blacks throughout the City work 
force "proportionate to their percentage of the population 
for the Atlanta Standard Metropolitan Statistical Area"; 
^7East Point, Georgia Code of Ordinance (1978), Chapter 
V, Sec. 1, Employment Opportunities. 
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(4) maintain a file of minority job applicants; and (5) re¬ 
port compliance with the conciliation agreement to EEOC on 
18 four specified dates. 
The personnel rules and regulations set forth recruit¬ 
ment and hiring policy for the City. Department heads are 
required to notify the Personnel Office of vacant or soon-to- 
be-vacant authorized positions. Vacancies are posted first 
for the benefit of City employees. All full-time vacancies 
are publicized with local and Atlanta-based newspapers, in¬ 
cluding those specifically oriented towards blacks. Appli¬ 
cants are screened by the personnel director according to 
the established standards for employment. Qualified appli¬ 
cants are referred to the requesting department head for 
selection. The department head may also seek and secure all 
applications for the vacant position. The department head 
makes a selection and notifies the personnel office of his 
recommendation. If either the personnel director or the 
city manager rejects the recommendation of the department 
head, then the department head must make another recommenda- 
19 
tion for the hiring of an acceptable applicant. 
18 
U. S. Equal Employment Opportunity Commission, Concili¬ 
ation Agreement, McLendon vs. City of East Point, EEOC Charge 
No.: TAT3-0023, 19 February 1976. 
IQ JIbid., Chapter V, Recruitment and Selection. 
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A full-time professional personnel office was not 
established until the 1977-1978 fiscal year. For five 
months prior to the hiring of the new personnel director, 
both the personnel office and the affirmative action plan 
were administered by the same personnel secretary that 
drafted the plan. This secretary was made the acting per¬ 
sonnel director shortly after the retirement of the part-time 
personnel director on April 4, 1977. 
CHAPTER III 
SUMMARY AND CONCLUSIONS 
The City of East Point has experienced continued diffi¬ 
culty with regard to promoting and protecting equal employ¬ 
ment opportunity. The problem has been one of achieving a 
state of passive non-discrimination. The ratio of black em¬ 
ployees to black residents is markedly less than the ratio 
of white employees to white residents. Blacks are employed 
less than their availability in the Officials/Administrators, 
Professionals, Techincians, Protective Services, Office/ 
Clerical, and Skilled Crafts job categories; and more than 
their availability in the Service/Maintenance job category. 
During the 1977-1978 fiscal year an increase occurred in the 
number of blacks hired to work in two non-traditional categor¬ 
ies for the employment of blacks, Protective Services and 
Office/Clerical, but blacks are employed in the Service/ 
Maintenance job category in greater numbers and on a more 
consistent basis. 
On the whole, white City employees earn higher mean 
salaries than do black City employees, even when working 
within the same job category. When the percentages of each 
racial group for each salary range of the City are examined, 
no black employees are represented in the top three salary 
ranges, and eight out of every ten black employees are to be 
30 
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found in the two lowest salary ranges. City personnel poli¬ 
cies provide a legal basis for undertaking corrective actions, 
but may prove as ineffectively used as the 1975 affirmative 
action plan. Now that a full-time professional personnel 
office has been established and staffed, the capacity of the 
City to maintain an ongoing equal employment opportunity 
effort should be enhanced considerably. 
The success of an affirmative action plan is largely 
dependent upon a commitment to equality of opportunity for 
everyone. An unused or badly used plan does not well evidence 
or serve such a commitment. It is important that equal em¬ 
ployment opportunity be viewed as an ongoing and significant 
source of either benefits or liabilities. Something as 
significant and fundamental as a just concern for the rights 
of citizens cannot be set apart from concerns for day-to-day 
operations without exacting certain costs, both immediate and 
long term. Productivity, employee morale, the ability to at¬ 
tract new and capable personnel, intergovernmental relations, 
and the relations between the City government and the governed 
are examples of areas susceptible to the far ranging impact 
that negligence with regard to this important personnel func¬ 
tion can have. 
If salaries, positions, and hiring dates are examined, 
it becomes evident that to simply end discrimination without 
acting affirmatively to provide' equal employment opportunities 
will still leave black employees and job applicants disadvan¬ 
taged. Until the tradition of discrimination in employment 
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practices is ended black job applicants will continue to be 
denied the opportunity to compete for employment on the basis 
of qualifications or merit, and blacks who are employed with 




CITY OF EAST POINT PERSONNEL ACTION SHEET 
CITY OF EAST POINT 
PERSONNEL ACTION 
1 NEW HIRE □ PAY CHANGE □ JOB CHANGE □ TRANSFER □ PERSONAL DATA CHANGE 
<\ME. 
<\CE_ 
DEPT.. DATE ISSUED. 
SEX DOB. S.S.#. 






  TO   
GRADE. STEP. 
LENGTH OF PROBATIONARY PERIOD 
ERSONAL DATA: NAME  
DATE PROBATIONARY PERIOD EXPIRES 
  MARITAL STATUS  
ADDRESS- 
NUMBER STREET CITY ZIP CODE 
PHONE #. .EMERGENCY CONTACT 
INSURANCE: WITH DEPENDENTS □ 
TAX: #DEPENDENTS CLAIMED FEDERAI  
.ASSIFICATION: PERMANENT  TEMP. FROM 
NO DEPENDENTS □ 




VY: OLD BASE RATE. PER. NEW BASE RATE. .PER. 
REASON. 








1977-1978 CITY OF EAST POINT SALARY SCHEDULE 
SALARY SCHEDULE /l977-78 AMENDED / 
GRADE CLASSIFICATION 
Step I Step II Step III Step IV Step V Step V] 
80. 85 87. 59 94. 34 101. 06 18 School Crossing Guard 
{Part Time) 




































22 Acct. Clk I - Auto Serviceman - 














Acct. Clk II- Clk Typist - Stock 
23 Clerk-Key Punch Opr. - Laborer II- 
Equip Opr. I- Painter I-Custodian- 













24 Secretary-Engineer's Aide- 














Laborer Foreman I-Equip. Opr. II- 
25 Painter II-Tree Trimmer- Water 



























27 Acct. Clk III-Draftsman-Laborer 
Foreman II- Equip. Opr. Ill- Tree 
Trimmer Foreman-Mtr. Foreman- 


























29 Auto Mechanic H-Lineman 1- 















Water Works Mechanic- Lab. 














SALARY SCHEDULE 1977-78 AMENDED 
Grade CLASSIFICATION Step I Step II Step III Step IV Step V Step VI 
31 Opr. -in-Charge-; Fire Analyst- 
Fire Sgt. -Filter Plant. Supt. Asst. - 














Housing Code Inspector-Bldg. InspL 
32 Elec. Instpr. ; Plumb & heating 
Insptr. -Elect. Coordinator-Asst. 
Dir. Bldg, & Grds. -Line Mntnce. 














City Clerk-Asst. Dir. Inspections- 
33 Laborer Foreman III- S±“. Opr. - 
Line Mntnce. Foreman- Lt. Fire- 



























3 5 Purchasing Agent 













Asst. Chief Fire- Asst. Chief 
36 Police-Civil Engineer-Asst. Dir. 

























Comm. Dev. Director-Dir. Inspect! 
38 Dir. Vehicle Mntncs. -Dir. Sanitation 
. Dir. Recreation-Dir. Tax-Dir3usi. 
License-Dir. Personnel- Dir. 
Communications Supt. Bldgs. &Grds 













39 Director Water Works-Director 
Electric Service-Police Chief- 

























Grades 3 5-39 do not include the $13. 85 
>i-weekly increase- Only 4% increase 
APPENDIX C 
DEFINITION OF TERMS 
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DEFINITION OF TERMS 
City of East Point, or City 
The municipal government of East Point, Georgia. 
Concentration 
More of a particular group employed in an organizational 
unit than in proportion to their presence in the popula¬ 
tion. 
Underutilization 
Less of a particular group employed in an organizational 
unit than in proportion to their presence in the popula¬ 
tion. 
Available Labor Pool 
The population to which recruitment efforts are directed 
Officials and Administrators 
Occupations in which employees establish and execute 
broad policies, or direct individual departments or 
special organizational units. Includes: department 
heads; directors; deputy directors; controllers; exam¬ 
iners; police and fire chiefs; and inspectors. 
Professionals 
Occupations which require specialized and theoretical 
knowledge acquired through advanced education or work 
experience. Includes: personnel workers; accountants; 
engineers; police and fire captains and lieutenants. 
Technicians 
Occupations which require a combination of basic scien¬ 
tific or technical knowledge and manual skill acquired 
through technical education or on-the-job training. 
Includes: computer programmers and operators; highway 
technicians; assessors; inspectors; and police and fire 
sergeants. 
Protective Service Workers 
Occupations in which employees are entrusted with pub¬ 
lic safety, security and protection. Includes: police 
patrol officers; fire fighters; guards; and detectives. 
Office and Clerical 
Occupations in which workers are responsible for records 
research, and other paperwork duties. Includes: book¬ 
keepers; office machine operators; clerk-typists; steno¬ 
graphers; statistical clerks; dispatchers; license 
distributers; and payroll clerks. 
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Skilled Craft Workers 
Occupations in which workers perform jobs requiring 
special manual skills acquired through on-the-job 
formal training. Includes: mechanics and repairmen; 
electricians; heavy equipment operators; stationary 
engineers; and skilled machining occupations. 
Service-Maintenance 
Occupations in which workers perform duties resulting 
in or contributing to the comfort, convenience, hy¬ 
giene, or safety of the general public or which upkeep 
and care for buildings, facilities, or grounds. In¬ 
cludes: truck drivers; garage laborers; custodians; 
gardeners and groundkeepers; refuse collectors; and 
construction laborers. 
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